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ABSTRACT 
The business environment is highly competitive and a different approach is critical to 
enhance employee involvement. Involved employees are easy to manage and are more 
productive in an organisation. Studies have proven over time that employee involvement is 
a very important component of human resource management. Levels of employee 
involvement in an organisation is an indication of the success of employee performance on 
the tasks they undertake and the entire organisation. To investigate the issue, the research 
focused on factors affecting employee involvement in the manufacturing sector in Kenya. 
Haco Tigers was chosen as the manufacturing reference for the case study. The centre of 
the study was on the effect of staff training, employee motivation, company policy and 
organization culture on employee involvement in Haco Tiger Industries Ltd. In the study a 
descriptive research design was adopted to determine the factors affecting employee 
involvement in the manufacturing sector. A target population of 110 employees in Haco 
Tiger Industries Ltd and sample size of 77 employees or 70% of the target population was 
used. A stratified sampling technique method was used and data was collected by use of 
questionnaires. The data collected was then sorted and analysed. The data processed was 
then analysed by use of percentages and frequency. Presentation of the already analysed 
data were done using tables, pie charts and bar charts. Based on the analysed data, the 
study established that 90.9 % of the respondents agreed that staff training affects employee 
involvement, 80% of them were in agreement that employee motivation affects employee 
involvement in an organisation while 89.1% agreed that organizational culture affects 
employee involvement and lastly 46% agreed that company policy affects employee 
involvement in the organisation. The study established that staff training, organisational 
culture and employee motivation highly influence employee involvement while company 
policy has a slight influence on employee involvement in the manufacturing sector in 
Kenya. From the study it was recommended that the organisation should organize for 
training of their employees on a regular basis, employee motivation mechanisms should be 
well formulated by the organisation, the organisation should set proper guidelines to 
enhance a robust organisational culture necessary for employee involvement and the 
organisation should also pay greater attention to popular approaches and company policies 
among their employees in order to foster employee involvement within the organisation. 
From the study it was also established that the study had a limitation in lieu of the findings 
since it was only focused on Haco Tiger Industries Ltd. It was therefore recommended that 
other studies on different manufacturing industries within the country be done to ensure 
stronger empirical conclusions on the factors affecting employee involvement in the 
manufacturing sector in Kenya. 
 
 
 
 
 
 
 
 
 
   
vi 
 
TABLE OF CONTENTS 
DECLARATION ................................................................................................................... ii 
DEDICATION ..................................................................................................................... iii 
ACKNOWLEDGEMENT .................................................................................................... iv 
ABSTRACT ............................................................................................................................ v 
LIST OF TABLES ............................................................................................................. viii 
LIST OF FIGURES .............................................................................................................. ix 
ACRONYMS AND ABBREVIATIONS .............................................................................. x 
OPERATIONAL DEFINITION OF TERMS ...................................................................... xi 
CHAPTER ONE .................................................................................................................... 1 
INTRODUCTION ................................................................................................................. 1 
1.0 Introduction ................................................................................................................. 1 
1.1 Background of the study ........................................................................................ 1 
1.2 Profile of the Haco Tiger Industries Kenya ........................................................... 4 
1.3 Statement of the Problem ...................................................................................... 5 
1.4 Objectives .............................................................................................................. 5 
1.5 Research Questions ............................................................................................... 6 
1.6 Significance of the Study ....................................................................................... 6 
1.7 Scope of the Study ................................................................................................. 7 
1.8 Chapter Summary .................................................................................................. 7 
CHAPTER TWO ................................................................................................................... 8 
LITERATURE REVIEW ...................................................................................................... 8 
2.1 Introduction ................................................................................................................. 8 
2.2 Theoretical Literature Review ..................................................................................... 8 
2.3 Empirical Literature Review ..................................................................................... 12 
2.4 Summary and Research gaps ..................................................................................... 22 
2.5 Conceptual Framework.............................................................................................. 23 
2.6 Operationalization of Variables ................................................................................. 24 
2.7 Chapter Summary ...................................................................................................... 25 
CHAPTER THREE ............................................................................................................. 25 
RESEARCH DESIGN AND METHODOLOGY ............................................................... 25 
3.0 Introduction ............................................................................................................... 25 
3.1 Research Design ........................................................................................................ 25 
3.2 Target Population ...................................................................................................... 26 
3.3 Sample and Sampling Techniques ............................................................................. 26 
   
vii 
 
3.4 Data Collection Instrument ........................................................................................ 27 
3.5 Pilot Study ................................................................................................................. 27 
3.6 Data Collection Process ....................................................................................... 28 
3.7 Data Analysis Procedure ..................................................................................... 29 
3.8 Ethical Considerations ......................................................................................... 29 
3.9       Chapter Summary ................................................................................................ 30 
CHAPTER FOUR ............................................................................................................... 30 
RESEARCH FINDINGS AND DISCUSSIONS ................................................................... 30 
4.0 Introduction ............................................................................................................... 30 
4.1 Presentation of Research findings ............................................................................. 30 
4.2 Limitations of the Study ............................................................................................ 36 
4.3 Chapter Summary ...................................................................................................... 37 
CHAPTER FIVE ................................................................................................................. 37 
SUMMARY, RECOMMENDATION AND CONCLUSION ............................................ 37 
5.0 Introduction ......................................................................................................... 37 
5.1 Summary of the Findings .......................................................................................... 37 
5.2 Conclusion ................................................................................................................. 39 
5.3 Recommendation ....................................................................................................... 40 
5.3.1 Staff Training ...................................................................................................... 40 
5.3.2 Employee Motivation .................................................................................... 40 
5.3.3 Organization culture ...................................................................................... 41 
5.3.4 Company Policy ............................................................................................ 41 
5.3.5 Recommendations for Further Research ....................................................... 41 
REFERENCES .................................................................................................................... 42 
APPENDICES ..................................................................................................................... 48 
Appendix I: Research Study Questionnaire..................................................................... 48 
 
 
  
 
 
 
   
viii 
 
LIST OF TABLES 
Table 3. 1: Target population ......................................................................................................... 26 
Table 3. 2: Sample size ................................................................................................................... 26 
Table 4. 1: Response Rate .............................................................................................................. 30 
Table 4. 2: Respondent Gender Analysis ....................................................................................... 30 
Table 4. 3: Respondent Age distribution ....................................................................................... 31 
Table 4. 4: Level of education ........................................................................................................ 31 
Table 4. 5: Working Experience .................................................................................................... 32 
Table 4. 6: Management Level ....................................................................................................... 32 
Table 4. 7: Whether staff training affects employee involvement in processing sector .............. 33 
Table 4. 8: Extent to which staff training affects employee involvement in processing sector .. 33 
Table 4. 9: Whether Employee Motivation Affects Employee Involvement in manufacturing 
sector. ............................................................................................................................................... 34 
Table 4. 10: Extent to which employee motivation affects employee involvement in 
manufacturing.................................................................................................................................. 34 
Table 4. 11: Whether organization culture affects employee involvement in processing sector 35 
Table 4. 12: Rating of organization culture effect on employee involvement in manufacturing 
sector ................................................................................................................................................ 35 
Table 4. 13: Rating of Company Policy in the Organization ........................................................ 36 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
ix 
 
LIST OF FIGURES 
Figure 2. 1: Conceptual Framework .............................................................................................. 23 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
x 
 
ACRONYMS AND ABBREVIATIONS 
JI           Job Involvement 
EI           Employee Involvement 
ISO        International Organisation for Standardisation 
FKE       Federation of Kenya Employers 
NGO     Non-Governmental Organisation 
EIP        Employee Involvement and Participation 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
xi 
 
OPERATIONAL DEFINITION OF TERMS 
Staff training Is any activity that is desired towards the attainment of specific 
knowledge and skills for the purpose of an occupation or task. 
Employee Motivation Psychological process that gives behaviour purpose and 
direction. 
Organisational Culture  May be defined as the specific collection of the values and 
norms that are shared by people and a group in the organisation 
and that it controls the way they interrupt with each other within 
the organisation and with other stakeholders outside the 
organisation. 
Company Policy  The regulations that are required should be obtained by the   
organisation to ensure that the rule and procedures are right. The 
organization should have better policies to attract even more 
customers to the services that they are providing. 
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction 
 
This chapter explores the factors affecting employee involvement in an organisation indicating the 
researcher’s intention to carry out the study on this area. The chapter gives the brief background of 
the study, research objectives, research questions, significance of the study, scope of the study and 
the chapter summary. 
1.1 Background of the study 
In the current unpredictable work environment, managers are engaging in various methods aimed 
at boosting performance at the individual, group and organizational levels (Wright and McMahan, 
2011). As many organizations come to terms with the challenges of attracting and retaining the 
best talent, coupled with the emerging issue of work life conflicts, it is imperative that managers 
employ a variety of human resource (HR) practices in order to attain organizational goals 
(McLean and Collins, 2011). Because of a number of factors, organizations are fighting to retain 
the best of employees in order to favourable compete in the market (Boxall, Ang and Bartram, 
2011). Prudent managers are seeking organizational effectiveness that can translate in robust 
performance levels (Ployhart and Moliterno, 2011). As a result, several organizations are now 
initiating conflict resolution methods that aim at improving the commitment, satisfaction and 
employee performance through involvement.  The main purpose of this study was to determine the 
factors affecting employee involvement on organizational performance. Employee involvement 
required for a post are identified through job analysis are task analysis, using techniques such as 
critical incident technique, work diaries and wok sampling. Bauer (2008) note that employee 
involvement is a process of participation and empowerment of employees in order to use their 
input towards achieving higher individual and organizational performance. Involvement refers to 
participation of employees in decision making and problem solving within an organisation and 
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increased independence in work processes. As a result, employees are expected to be more 
motivated, more committed, more industrious and contented with their work. Basic dimensions of 
involvement are: employee participation (as individuals or in teams), empowerment and self-
managed teams. Employee participation is a management initiative and, as a concept means that 
the employees are given the chance to discuss issues relating to their work, to influence managerial 
decisions, but management reserves the right to govern. The idea of empowering employees 
means abandoning command-control system and mechanistic structure. In order to achieve results, 
modern managers and leaders need to act as facilitators rather than controllers of the work 
processes (Bourne, Kennerley & Santos, 2005). 
Researchers agree that employee involvement and participation (EIP) is an important component 
of the human resource management (HRM) bundle. There have been various findings about the 
positive effects of employee involvement (EI) on innovative businesses. Alfes (2010) suggested 
that the role of HR managers is more responsive in this organization. They are not involved in all 
aspects of organizational changes. Even involved, they largely play a role as advisor, rather than 
change driver. The role difference of HR managers is due to different requirement of different 
organizations.  Employee involvement is more effective in capital intensive companies than in 
labour intensive companies, but group incentives are more effective in labour intensive companies. 
As EIP is basically economic-efficiency driven (Marchington & Wilkinson 2013). Many 
researchers believe that EIP is mostly management and performance driven (Marchington & 
Wilkinson 2013), which refers to the involvement component. Wambugu (2010) conducted a 
study on the relationship between employee commitment and job performance at the Kenya 
Institute of Surveying and Mapping, where the study indicated that employee training had a great 
significance on the employee commitment. Mutunga, (2009) did a research on the factors that 
contribute to the level of employee performance in the airline industry in Kenya. It was established 
that numerous factors enhances employee performance but, discipline, salary and benefits was the 
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largest contributor. Maluti, Warentho, and Shiundu, (2011) conducted a study on the effect of 
employee commitment on retention of staff in state-run financial organisations in Kenya. The 
findings of the study showed that there was no substantial effect of employee commitment on 
employee retention. Mwangi (2011) carried out a research on the utilization of emotional 
intelligence and transformational leadership for employee engagement in public Universities in 
Kenya. The findings of the research indicated that emotional intelligence influences employee 
involvement and discipline considerably through competences in social awareness, self-
management, self-awareness, and social management. Human behaviour plays an important part 
in maximizing organizational effectiveness, irrespective of technological development.  In 
particular, any effort to maximize organizational effectiveness requires a higher degree of job 
involvement (JI) among members of an organization (Elankumaran, 2004).  It implies that JI is a 
significant motivational variable for any organization. For employees who are highly involved in 
an organisation, their jobs appear inexorably linked to their varied interests, life goals, identities, in 
addition to the satisfaction that they can develop from performing their  duties effectively. 
Employees that are more involved also feel more capable and successful at work. Such employees 
also believe that their personal and organizational goals are harmonious, and tend to attribute good 
work outcomes to their internal and personally manageable factors.  However, since some people 
show less variability in their efforts than others, it may be of great concern for organizations to 
recognise which employees, whether in the categories of managers or supervisees, are more 
susceptible to variability in their responses. Moreover, organizations need to discern how to 
achieve the utmost degrees of JI or advance these levels.  Even though all organizations likely seek 
to encourage a high degree of JI, such effort has proved to be extremely difficult, as a result of the 
inherent differences in the levels of JI among employees in an organisation.  These variances may 
be due to differences in personality which is a key individual difference variable.  Thus, even 
though enriching individual dimensions might help solve behavioural problems and thereby 
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contribute to organizational effectiveness (Elankumaran, 2004), human psychology studies 
continue to ignore this critical dimension. The human personality dimension can also provide a 
way to determine the level of employee involvement in work.  Such information is critical to 
managers since it could assist them identify the kinds of personalities that best suit with particular 
job characteristics and evade choosing unsuitable staff and manage diverse employee activities to 
get the best out of efficiency, effectiveness and productivity.  An accurate assessment of JI thus 
proposes that it is a function of personality. Furthermore this study sequentially examines the 
likely relationship between employee personalities and JI. Therefore, based on the above 
argument, this study will seek to establish whether staff training, employee motivation, 
organization culture environment company policy affects employee involvement. 
1.2 Profile of the Haco Tiger Industries Kenya 
Haco Tigers Industries Limited is a re-known consumer goods company in the region. It was 
started in 1974 and is located in Nairobi, Kenya. The company operates as a subsidiary of Tiger 
Brands Ltd as from 30
th
 September 2008.  
It manufactures and distributes the following consumer goods in Kenya, Tanzania, Rwanda, 
Uganda, Ethiopia, Eritrea, Burundi and Djibouti: stationery, disposable shavers, personal care 
products, and household detergents among others. The company also manufacturers writing 
instruments, glues & correction fluids and markers. Other products of the company are shavers for 
men and women, shaving foams, lighters, cosmetics for skincare and haircare, shaving foams, 
products for toilet care, home care and fabric. In addition to the above products, Haco Tigers 
Industries Ltd also manufactures antiseptic disinfectants, industrial products for example liquid 
detergents, carpet shampoos,  stain removers, floor degreasers, pegs, rulers and milk flavouring 
straws. 
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Haco Tigers Industries Ltd sells its products via distributors and sales representatives. The 
company has alliances with PLI Alberto Culver, Jeyes UK, Hindustan Pencils, Mitchell Cotts, 
E.T. Browne Drug Co. Ltd and Societe Bic among others. 
1.3 Statement of the Problem 
In in the present day’s world of business setting, it is becoming clear that a single emphasis on 
satisfaction and stability is not sufficient to forge the vital link between individual performance and 
positive business results; it should expand to embrace the idea of employee involvement. 
Involvement, that indicates a more advanced orientation and identification with the organization, 
leads to higher accomplishment, by many measures, on both a personal and enterprise wide basis.  
There is inadequate research on employee involvement in performance of manufacturing sector, 
nonetheless employee involvement is extremely crucial for business survival and growth of the 
sector. This implies that formal worker involvement management systems are vital apparatus 
enhancing performance and growth of organizations. The opening of markets to global 
competitors in manufacturing industry to developing nations, such as Kenya and  weakening of 
trade-barriers, have the test to implement employee involvement approaches that will make them 
produce good quality services to enable them face the challenges from the liberalized market.  
While a number of studies have been done focusing on different aspects of performance of 
manufacturing industry and further acknowledging the crisis in performance in terms of 
employees’ productivity, increase in customer base, profitability, increase in revenue, competitive 
advantage, all practical evidences are in short of the actual factors that impacts the performance of 
manufacturing industry itself. Therefore this study seeks to found out the determinants affecting 
employee involvement on performance of manufacturing industry in Kenya. 
1.4 Objectives  
The study’s overall objective is to investigate factors affecting employee involvement in 
manufacturing sector in Kenya, a case study of Haco Tiger Industries. 
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1.4.1 Specific Objectives 
i. To determine the effects of staff training on employee involvement in processing sector 
ii. To assess the effects of employee motivation on employee involvement in manufacturing 
sector. 
iii. To evaluate the effects of organisation culture environment on employee involvement in 
manufacturing sector. 
iv. To establish the effects of company policy on employee involvement in manufacturing 
sector. 
1.5 Research Questions 
i. How does staff training affect employee involvement in manufacturing sectors? 
ii. How does employee motivation affect employee involvement in manufacturing sectors? 
iii. To what extent does organisation culture affect employee involvement in manufacturing 
sectors? 
iv. To what extent does of company policy affect employee involvement in manufacturing 
sector? 
1.6 Significance of the Study 
1.6.1 Management of Haco Tiger Industries 
The study is of importance to the management of Haco Tiger Industries. It will provide 
information to the management by enabling the administration to know the various ways that the 
organisation can improve and be able to come about with better strategies for enhancement of 
effective employee involvement. 
1.6.2  Other Processing Industries 
Upcoming processing firms can use this study as a source of benchmark from established firms 
such as Haco Tiger Industries, the information regarding management of employee involvement 
can help them streamline some of the areas considered to have problems with employees. 
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1.6.3 Other Researchers  
The research study is of great importance to other researchers who shall carry out research on 
different issues by showing them the procedures to follow hence come up with better results in 
their research/studies.  
Furthermore, the research will be of great importance to the Federation of Kenya Employers 
(FKE) who depends on workers who will come up with policies to govern the employer. 
1.7 Scope of the Study 
The study was restricted to examination of the factors affecting employee involvement in 
processing sector in Kenya with specific reference to Haco Tiger Industries. The organisation is 
located in Nairobi, Thika Super Highway along Kasarani Road. 
The study covered the top level management, Middle level management, and Staff Members. The 
study was conducted for a period of 3 months, starting in the month of June to September 2018. 
1.8 Chapter Summary 
This chapter has outlined the purpose of the study, Profile of Haco Tigers Industries Ltd, 
Statement of Problem, Objectives, and the scope of the study as well as the significance of the 
study; pointing out those who would benefit from the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.1 Introduction 
This chapter presents the theoretical and empirical literature reviews that forms the core for the 
research. Specifically, the chapter reviews theories related to a study from the past academic 
literature. The main reason for literature review was to provide the researcher with background 
information about the topic under investigation. 
2.2 Theoretical Literature Review 
2.2.1 Herzberg’s Two-Factor Theory: 
This theory was formulated by Fredrick Herzberg in 1959. Based on two hundred engineers and 
accountant feedback collected in the USA regarding their personal feelings towards their working 
environments, Herzberg defined two sets of factors in deciding employees working attitudes and 
level of performance, named Motivation & Hygiene Factors (Robbins, 2009). The study found out 
that motivational factors are intrinsic and that they make employees satisfied with their jobs 
whereas the hygiene factors were extrinsic and that tries to avoid the employee from wok 
dissatisfaction. In the study, Herzberg advanced that complete supply of Hygiene Factors will not 
necessarily effect employees’ job satisfaction in an organisation. So as to raise employees’ 
productivity or performance in an organisation, it is paramount that motivation factors be 
addressed. The main implication for organizations to make use of this theory is anchored on the 
fact that meeting employees’ hygienic or extrinsic factors will only abhor employees from 
becoming actively discontented but they will not be motivated and therefore they will not be in a 
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position to contribute extra effort in order to enhance their performance in the organisation. To 
motivate employees, organizations should focus on supplying intrinsic or motivation factors 
(Robbins, 2009).  Employees’ motivation need is least impacted by Extrinsic Factors. The 
existence of these factors were mainly to arrest the rise of dissatisfaction in their workplaces. 
Extrinsic Factors are also well known as job context factors; are extrinsic satisfactions granted by 
other people for employees (Robbins, 2009). These factors serve as guidance for employers in 
creating a conducive working environment where employees feel secure while operating from 
inside. Intrinsic Factors are the very factors that enhances employees’ level of job contentment. It 
is widely known as job content factors which aim to provide employees meaningful works that 
able to intrinsically satisfy themselves by their works outcomes, responsibilities delegated 
experience learned, and achievements harvested (Robbins, 2009). Intrinsic Factors are very 
effective in creating and maintaining more durable positive effects on employees’ performance 
towards their jobs as these factors are human basic needs for psychological growth. Intrinsic 
Factors will propel employees to insert additional interest into their job. When employees are well 
satisfied by motivational needs, their productivity and efficiency will have improved.  Extrinsic 
Factors only permit employees willingness to work while Intrinsic Factors will decide their quality 
of work. These two groups of factors are not necessary opposite with each other since opposite of 
being satisfied are not being dissatisfied, but rather feeling not satisfied. Similarly, opposite of 
dissatisfaction are not satisfaction, but no dissatisfaction (Robbins, 2009). A study by Wan 
Fauziah and Tan (2013) among 124 employees from electronic companies in Malaysia revealed 
the employees have some differences in their intrinsic and extrinsic motivation factors. Hence, 
organizations should modulate their operations and procedures to satisfy both intrinsic and 
extrinsic motivation factors of their employees. 
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2.2.2 The Expectancy Theory 
This theory was founded by Victor Vroom in 1964 and is among the Process theories of 
Motivation. According to Robbins, (2013) Expectancy Theory is a theory that says that the 
strength of a tendency to act in a certain way depends on the strength of an expectation that the act 
will be followed by a given outcome and on the attractiveness of that outcome to the individual. 
Expectancy theory is based on four assumptions (Vroom, 1964). One of the assumptions of this 
theory is that people join organizations with prospects about their needs, motivations, and previous 
experiences. These factors greatly impact how individuals respond to the organization. The second 
assumption of the theory is that a person’s behaviour is a result of his conscious choice. This 
assumption means that individuals are free to make choices of those behaviours suggested by their 
personal expectancy calculations. The third assumption of the theory is that individuals want 
different things from the organization. A fourth assumption is that individuals will make choices 
among alternatives so as to improve outcomes for themselves based on these assumptions has 
three key elements namely instrumentality, expectancy and valence.   
The theory has some vital implications for enhancing employee motivation. The model gives 
guidelines for improving employee motivation by changing the employee’s performance-to-
reward expectancy, reward valences and effort-to-performance expectancy. Several practical 
implications of expectancy theory are described next (Greenberg, 2011; Hellriegel & Slocum, 
2011; McShane & Glinow, 2011). Leaders should make attempts to increase the belief that 
employees are able to perform their jobs successfully. Ways of carrying out this include selecting  
people with the requisite skills and knowledge; provide the requisite training and make clear job 
requirements; provide enough time and resources; assign progressively more challenging tasks 
depending on training; adopt employees’ proposals about ways to transform their jobs; make 
necessary interventions and attempts to alleviate problems that may deter effective performance; 
provide examples of staff who have understood their duties very well; and finally provide training 
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to employees who do not have self-confidence.  In principle, leaders need to make the desired 
performance achievable.   
Leaders should try to enhance the belief that positive performance will result in valued rewards. 
The ways of achieving such initiative include: carry out measurement of job performance 
correctly; make clear description of rewards that will result from an employee’s successful 
performance; provide descriptions on how the employee’s rewards were centred on previous 
performance; give examples of other employees who have performed well and their good 
performance have resulted in higher rewards. In principle, leaders should connect directly the 
specific performance they desire to the rewards preferred by employees. It is vital for employees to 
clearly see the reward process at their work. Tangible acts must accompany statements of intent.  
Compensation mechanisms can be a powerful incentive in linking performance to rewards. 
Compensation systems that reward people directly based on how well they perform their jobs are 
known as pay-for-performance plans (Berger, 2009). These may take such forms as “commission 
plans” used for sales personnel, “piece-rate systems” used for factory workers and field hands, and 
“incentive stock option (ISO) plans” for executives (Dunn, 2009; Mercer, Carpenter, & Wyman, 
2010) and other employees (Baker, 2011). However, rewards related to performance should not be 
monetary. Symbolic and verbal forms of recognition for good performance can be very effective 
as well (Markham, Dow, & McKee, 2002). 
2.2.3 Mentorship Theory  
According to Kirkpatrick (2009), Training can be evaluated in four levels namely reaction, 
learning, behaviour and results.  Level one solicits opinions of the learning experience following a 
training event or course. Typical questions concern the degree to which the experience was 
valuable (satisfaction), whether they felt involved, and whether they felt the training was of 
relevance. Training organizations use that feedback to evaluate the effectiveness of the training, 
students’ perceptions, potential future improvements, and justification for the training expense. A 
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variety of sources estimate that approximately 80 percent of training events include Level 1 
evaluation. Level two measures the degree to which participants attained the envisioned 
knowledge, skills and attitudes due to the training. Instructors and training executives use this level 
to determine if training objectives are being met. Only by determining what trainees are learning, 
and what they are not, can organizations make necessary improvements. Level 2 can be completed 
as a pre- and post-event evaluation or only as a post-evaluation (Kirkpatrick, 2009). Level three 
measures the degree to which behaviours of participants change due to training- basically whether 
the skills and knowledge gained from the training are then applied on the job. This measurement 
may be, but is not necessarily, a reflection of whether participants actually learned the subject 
material. For example, the failure of behavioural change can be as a result of other circumstances 
such as person’s reluctance to change. Level 3 evaluation includes both pre-event and post-event 
measurement of the learner’s behaviour (Kirkpatrick, 2009). Level four seeks to establish the 
concrete results of the training such as: reduced cost, enhanced quality and efficiency, improved 
productivity, employee retention in an organisation, increased sales and boosted morale. While 
such benchmarks are not always easy or inexpensive to quantify, doing so is the only way training 
organizations can establish the vital return on investment (ROI) of their training expenses. One 
typical challenge is to find out whether specific outcomes are actually the result of the training. 
Level 4 requires both pre- and post-event measurement (Kirkpatrick, 2009). 
2.3 Empirical Literature Review 
2.3.1 Staff training and employee involvement 
According to Cole (1997) staff training is an activity that is geared towards the attainment of 
particular knowledge and skills for the purpose of occupation or task. He views staff training as an 
enhancement of knowledge which acts not only as motivator to the employee but also an 
opportunity for better job that has more responsibility with good achievements. Staff training is a 
planned process to modify the knowledge or skills, attitude and behaviour through learning 
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experience to achieve performance in any activity or range of activities. Its purpose in the work 
places is to develop the person and to satisfy the present and future. Employee needs of the 
organization must be looked into. Effective staff training contributes to organization performance. 
This is illustrated in a case study how an international company producing high value added 
manufactured goods in North America and Western Europe. 
A study by Mohamud (2014) on the effect of training on employee performance in public sector 
analysed the following objectives: was to assess the role of training and its relationship with 
performance, training design, training programmes, and training challenges, used descriptive 
statistics, concluded that training had an impact on organization productivity.  
Employee development is something that most people imagine as intrusive all-day group training 
sessions. Unfortunately, this feared approach to employee development is just the opposite of how 
employee development should be undertaken and feel to employees within an organisation. 
Employee development can be conducted in the following ways: training, evaluation, educational 
programmes, employee involvement and the outcome. If executed correctly, the effects of training 
on employee performance can often encourage growth within the worker and the organisation 
itself (Kutcher and Snyder, 2003). 
Training is necessary as it improve the general performance and productivity of the employees in 
an organization. It enables the employee to be most vital resource as they learn on how to improve 
their performance and competency. Therefore, training increases both employees and organization 
productivity. Several studies have established the positive impact of training on employee’s 
productivity. Training as a process is one of the most pervasive methods to enhance the 
productivity of individuals and communicating organizational goals to personnel (Ekaterina & 
Vasilios, 2009). Rohan & Madhumita (2012) also supported that investing in training employees 
on decision making, teamwork, problem-solving and interpersonal relations has beneficial impact 
on the organizations’ level of growth, as well as impacting on employees’ performance. Training 
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affects employees’ behaviour and their working skills which results into employees enhanced 
performance as well as constructive changes (Satterfield & Hughes, 2007). Training is best 
effective approach of motivating and retaining highly qualified and quality employees within an 
organization, training is also means of improving employee commitment and maximizing 
employee potential. According to Konings & Vanormelingen (2009) training is an instrument that 
fundamentally affects the successful accomplishment of organizations’ goals and objectives. But, 
the optimum objective of an organization is to generate revenue and maximize profit and an 
important tool to attain the efficiency and effectiveness of the labour through training who in turn 
reciprocate in their productivity.  
Training is the way in which organizations provide for development of skills, knowledge to 
enhance quality of both new and existing employees. Training is viewed as a systematic approach 
of learning and development that improve individual, group and organization (Goldstein& Ford, 
2002) in Khawaja & Nadeem (2013). Training is a series of activities embraced by organization 
that leads to acquisition of knowledge or skills for growth of employees and the entire 
organization. Training enhances well-being and proper performance of labour, the organisation 
itself and the bigger society. According to Manju & Suresh (2011) training serves as an acts of 
intervention to improve organization’s goods and services quality in stiff the competition by 
improvements in technical skills of employees. 
A study by Amadi (2014) on the effect of training and development on employees’ performance, 
performance using descriptive and graphical analysis observed that training and development has a 
positive impact on employees’ motivation and performance and hence concluded that there is need 
for continuous training and development taking into consideration the competition, market 
dynamics, customer satisfaction, and net promoter score among others 
Connel et al (2003) believe that staff training goals presuppose: consistency with organization 
goals, the presence of job designed to yield performance output that meet the organizational goal 
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and performance level depends on knowledge of the job tasks, skills, and attentiveness to the work 
or factors where staff training can make a difference. Job analyses helps the organization to 
determine the relevancy of the performance factor which entails staff training needs either now or 
in the future, and defining the tasks in order of their importance and what is necessary to achieve 
them. Staff training needs can be recognized through worker’s suggestions. The people who 
actually do the jobs are a valuable source of information about how job performance can be 
improved. 
2.3.2 Employee Motivation and involvement 
Employee motivation can be defined as the efforts put by employers in an attempt to retain 
employees in their workforce.  Motivation is divided into two; that is intrinsic and extrinsic. In a 
Business setting, the aims of employees is to reduce employee turnover, costs of training and talent 
loss. By implementing what was learned from organizational behaviour concept employers can 
improve retention rates and reduce the associated costs of high turnover. Motivation is defined as a 
psychological process that provides behaviour with a purpose and direction. Kreitner, (1995) a 
prediction to behave in a purposive manner to achieve, for this research, motivation is 
operationally defined as the inner force that drives individual to accomplish personal and 
organizational goals. This study found out that at one time, employees were considered as an input 
to produce goods and services. What changed this was a research study known as Hawthorne 
Studies, conducted by Elton Mayo between 1924 and 1932. The study established that employees 
are not only motivated by money and employee behaviour is connected to their attitudes. The 
study further began the human relations approach to management, whereby the primary focus of 
mangers is governed mainly by the needs and motivation of employee. 
Odembo (2013) carried out a study on job satisfaction and employee performance within the 
Telecommunication industry. The study she sought to investigate the influence of talent 
development, reward, organizational structure and organizational commitment where she 
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considered 50 respondents analysed the variables using SPSS adopted descriptive statistic 
analytical techniques. The act of inducing employees each with distinctive needs and personalities 
to pursue personal and organizational objectives encourages them to perform better (Mekonnen, 
2014). Managers should identify areas that can strengthen employee’s behaviour so as to realise a 
positive outcome because motivated employees tend to be more productive and help organisations 
survive. To be effectives, managers need to comprehend what can motivate their employees with 
regard to the roles they play in the organization. Mangers perform several functions but of all the 
functions, motivation function to employees changes constantly. Ability is an explanation of an 
individual’s knowhow, qualifications and experience which are a necessary condition for 
determining individual performance (Gebregziabher, 2009). The most important variables which 
explain employee performance and which effectively influence such performance are a function of 
ability and motivation (Abdulsalam and Abubakar, 2012). Mekonnen, (2014) views employee 
performance as a positive relationship between ability and motivation Performance. This implies 
that if either ability or motivation performance is inadequate then performance will be adversely 
affected. The components of ability which are an individual’s intelligence and skills are viewed as 
accurate predictors of employee performance (Mulins, 2007).  
Stella, (2008) states that employees who are highly motivated are much likely to be high 
performers. This is so because motivation is a satisfying factor whose presence strongly and 
positively affects individual performance and its absence overtime negatively affects individual 
performance (Gebregziabher, 2009). (Abdulsalam & Abubakar, 2012) classifies intellectual. 
Employees are the first point of call when dealing with customers. It is important therefore that 
organizations give employees the needed encouragements to motivate them do more and achieve 
better performance for the organization through involvement. Motivation according to some 
scholars improves the level of efficiency in the workforce (Greeno, 2012). Greeno (2012) added 
that, it is not just the qualifications, experiences, or abilities of an employee that determines 
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productivity as motivation plays a significant role in determining the productivity of an employee. 
When organizations improve the efficiency of employees through motivation, it will also improve 
overall productivity, reduce costs, and increase the efficiency of the company.  Chudley (2014) 
opined that, motivation leads to greater employee satisfaction. He added that, employee 
satisfaction is vital for every organisation since this single factor can lead towards progress or 
regress. Chudley (2014) again indicated that, in the absence of an incentive plan, employees will 
not feel ready to fulfil their objectives. They begin to think that there is no difference between the 
interests of the enterprise and their interests. 
A study by Ndungu (2016) on the role of reward system in improving motivation of employees in 
commercial banks in Kenya where the researcher examined the role performance based and social 
reward system with 95 respondents which was analysed with both descriptive and inferential 
statistic established a positive relation and was crucial in enhancing performance.  
In addition, Omollo (2015) assessed the impact of motivation on employee performance. The 
study focused on employees of Kenya Commercial Bank in Migori town of the Republic of 
Kenya. The study established that employees were motivated by money rewards than non-
monetary rewards. The study also established that favourable working environment contributes to 
enhanced employee motivation within the bank. Generally, the study established that motivation 
of employees was paramount to enhanced performance of the bank and suggested that bank 
managers should adopt a comprehensive employee motivation scheme in all aspects of an 
organization that is connected to employee output. The subject of learning organization and 
employee motivation was investigated (Mohamed, 2015). The concept was studied in reference to 
Equity bank in Kenya. The author sought to establish whether the elements of learning 
organization impacted motivation of employees at Equity bank. It was found out that employee 
motivation originated from factors such as the feeling by employees of being involved in an 
organisation, employee job security, favourable working conditions, and appreciation of 
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employees for jobs well-done, better salaries and wages and recognition of public by the 
organisation. It was also established that learning organization norms and practices such as 
empowerment of employees, communicating business directions to the employees within the 
organisation, enhanced team work among other factors largely contributed to motivation of 
employees within an organisation.  
2.3.3 Organizational culture and employee involvement 
According to Cole (2002) culture arrives in the management scene in the 1980s like a typhoon 
blowing from the Far East. Organization culture is the pattern of behaviour and standards that bind 
it together. Organization culture encompasses everything it does and everything it makes. Harris 
(1993) found out that job satisfaction was positively associated with the degree to which an 
employee fits into the overall culture and sub-culture in which they worked. A perceived miss 
much of the organizational culture with employees’ involvement can translate to a negative 
consequences including lower job satisfaction, high strain, general stress and employee turnover 
intent. A good organization culture may impact the employee decision making and level of 
creativity.  
Wanjuku (2014) carried out a research on the effect of organization culture on employee 
performance in Non-Government Organizations (NGO) with case of World Vision Kenya with 
specific objectives being the link between competitive culture, the effect of entrepreneurial culture, 
assess the level of bureaucratic culture, and consequential culture with a descriptive survey 
adopted data collected from 484 and analysed using SPSS. Concluded that culture has a great 
influence on performance as culture dictates how things are done, performance and stability, 
organisation’s philosophy.   
According to Cole (2002) culture arrived in the Management scene in the 1980s like a typhoons 
blowing from the Far East. It suddenly became fashionable in consulting circles to sell culture like 
some article of organization clothing. When researchers talk about culture of the organization, they 
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refer to the standards and patterns of behaviour that glue it together. A number of organizational 
cultures inspire productivity many do not, organisational culture must not be confused with 
organisational climate. Organisational climate is the short term mood of organization. Unlike 
culture it is fragile and subject to change. Organization culture as shared meaning shared 
understanding and shared belief. An organization’s culture encompasses everything it makes. That 
is, it only impacts the way in which managers manage, but it also impacts the manner in which the 
organization manufactures its products and provides services to its clients. Culture is mainly 
affected by an organization’s beliefs.  
Harris (2013) found out that job satisfaction was positively associated with the degree to which an 
employee fits in to the overall culture and sub culture in which they worked. A good 
organizational culture may impact the employee decision making and level of creativity. The same 
may cause an impact on attraction and retention, deteriorate the company performance and 
unhealthy working environment all are signs of an overdue culture. 
Nandwa (2014) on a study on the implication of globalization on organization culture conclude 
that to achieve the millennium development goals rapidly the organizations should enormously 
invest in human resources by changing outlook of organization culture and that cultural change is a 
key task in today’s organizations where new organizations forms new patterns, high performance 
work practices and the increased need for flexibility and knowledge creations calls for new values, 
behaviour and skills at work place. 
Cole (2002) says that we incline to forget that the major purpose of organisation structure is to 
expedite decision making but not to advance new organizational charts and lines of authority. In 
organizations such as those that uses high technology, structures that are ambiguous or loose may 
be preferred. It is important to ensure that there is free flow of information throughout the 
organisation for decision making, and that the structure for circulating that information allows 
positive results. Cole observes that the use of a dictatorial style in the democratic culture is 
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disastrous since it can lead resistance within the organisation. Democratic management culture is 
also limited due to the fact that it leads to chickens-without-heads syndrome among the 
employees. Employees who have been engaged in a dictatorial climate will be shy in engaging 
their own initiative in carrying their duties. Such employees have not felt free to question 
limitations and have not realised that top managers will offer them full support in case they make 
poor decisions. They have not allowed themselves to entrepreneurial traits that improves 
innovation and productivity. He argues that organisation vitality is measured by boldness of its 
goals and responsiveness to changing conditions. Develop a system that enables employees to take 
risks for the improvement of the organisation without threatening them with punishments and seek 
means of assisting them learn their mistakes. This can only be attained if the employees are 
involved in the decision making thus setting the right culture that enhances organisational 
performance. 
2.3.4 Company Policy and Employee Involvement 
Mutunga (2013) carried out a research on the corporate governance practices and the challenges 
by co-operative societies, found that the cause of corruption, mismanagement and 
misappropriation of funds were due to lack of organization policies and that members should be 
enlightened on the organization policies. A policy is a standing plan that furnishes broad, general, 
guidelines for channelling management thinking toward taking action consistent with reaching 
organizational objective Certo (2007). For example, an organizational policy relating personnel 
might be put as follows; our organization will strive to recruit only the most talented employees. 
This policy statement is very broad, leaving managers only a general idea of what to do in the area 
of employment. The policy is intended to display the extreme importance management as attached 
to hiring competent employees and to guiding action accordingly. 
A procedure can be defined is a standing plan that outlines a series of related actions that must be 
undertaken to achieve a particular task. In general, procedures outline more specific actions than 
   
21 
 
do policies. Organization always have several different sets of procedures covering the several 
tasks to be done. A rule can be defined as a standing plan that entitles specific required actions. In 
principle, a rule demonstrates what a member of the organization should or should not do and 
allows no room for interpretation. An example of a rule that many companies are now establishing 
is No smoking capital. The concept of rule may become clearer if one thinks about the purpose 
and nature of rule in such games as scramble and monopoly. Policies for quality is a capital type of 
policy, Certo (2010). A quality oriented policy is a standing plan that serves wide, general 
guidelines for directing management thinking towards taking action consistent with reaching 
quality objectives. Quality oriented policies can be made in virtually. Any organizational area and 
focus on issues like the quality of new employee recruited information gathered and distributed 
within the organization, quality of parts from supplies to be used in the final assembly of products, 
and the quality of training used to prepare the employee to work in foreign subsidiaries.  
Companies that lack policy guidelines would not be able to offer effective management due to lack 
of discipline among its staff. Policies offer guidelines to both staff and customers by setting the 
standards of service to maintain and adhere to. In addition, policies ensure that management stay 
on course as they can fall back on them when in doubt or when issues are not clear to them or their 
staff. Moreover, without company policies, nothing can be achieved; hence, code of conduct must 
be adhered to all times (Lyson, 2006). 
Heery & Noom (2008) states that company policies are useful business tools. Often compiled into 
employee notebooks, they detail rules for employees as well as your company’s mission and goals. 
Don’t be daunted by the thought of writing your company policy numerous vendors can assist you 
in writing your company policies and employees policies. Create company policies and 
procedures, including employee’s policies, to set forth company regulations for everything from 
making the personal phone calls at work to handling customer refunds.  The best way to set forth 
rules and regulations and to outline disciplinary issues is via the use of company policies and 
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procedures. Ensure that all company policies, procedures and employee manuals are legal and 
compliant with federal, state and the local requirements. Establish and reinforce anti-
discrimination and anti-harassment employee policies. 
Kungu, Wanjuku, Waititu and Gekara (2014) conducted a research study on the effect of credit 
policy on profitability of manufacturing firms in Kenya. The study examined the elements that set 
up the credit terms, collection efforts, credit policy, credit period and standards. The study used 
descriptive research design to analyse the variables using ANOVA and realised that the manner in 
which credit policy is designed influences on the firm’s regulatory review on credit policy to 
ensure that there is an idea and result in increased profitability. 
 
2.4 Summary and Research gaps 
Pigots and Myers (1997) explains that staff training as an enhancement of knowledge which acts 
not only as motivator to the employee but also an opportunity or a better job that has more 
responsibilities and authority with good involvement. Its role in the work place is to develop the 
individual and enhance satisfaction of the current and future manpower needs of the organization 
staff training help in staff motivation, it enhances individual, team and company performance in 
terms of output, quality, speed and overall productivity. Even these are true the author failed to 
show us how staff training affects employee involvement in manufacturing sector in Kenya. 
Employee motivation is a psychological feature that stimulates an organism to act towards a 
preferred goal and elicits, control, and sustains certain goal directed behaviours. It is a driving 
force or simply a psychological drive that oblige or reinforce an action towards a preferred goal. 
Kreitner (1995) states that employee motivation is a psychological process that gives behaviour 
purpose and direction, a predisposition to behave in a purposive manner to achieve specific, unmet 
needs, an internal drive to satisfy an unsatisfied need and the will to achieve, for this research, 
employee motivation is operationally defined as the inner force that drives individuals to 
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accomplish personal and organizational goals. Although this is true the author did not show how 
employee motivation affects employee involvement in manufacturing sector in Kenya. This 
problem created the need for study to be conducted to fill the gaps left in other studies 
Lyson (2006), organization culture as shared meaning, understanding and shared belief. An 
organization culture includes everything it does and everything it manufactures. This implies that, 
it does not only impacts the manner in which managers manage, but it also impacts the way in 
which the organization manufactures its products and provides services to its clients and 
customers. Culture is affected by an organization belief. Even though this is true the author did not 
shoe how organization culture affects employee involvement in the manufacturing sector in 
Kenya. 
Reilling (2003) a company policy is a standing plan that furnishes broad, general guidelines for 
channelling management thinking towards taking action consistent with reaching objectives. 
Whereas this true, the author failed to show how company policy affects employee involvement in 
manufacturing sector in Kenya. This study intends to find out how the company policy affects 
employee involvement in manufacturing sector in Kenya 
Whereas this is true the failed to show how staff training affects employee involvement in the 
processing sector. This study intends to find out how staff training affects employee involvement 
in manufacturing sector in Kenya. 
2.5 Conceptual Framework 
The independent variable in this research is the employee involvement in processing sector in 
Kenya which are indicated by staff training, employee motivation, organization culture and 
company policy. The dependent or response variable is employee involvement in processing 
sector in Kenya 
Independent variable       Dependent Variables 
 Staff Training 
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Figure 2.1: Conceptual Framework 
 
 
 
2.6 Operationalization of Variables 
Research Variables   Indicators   Mechanism of measures 
Staff Training 
 
Innovation, Quantity service, 
Speed, Customer service 
Five point likert scale 
Employee Motivation Volunteering for tough 
assignment, Minimal 
absenteeism, Support, help 
each other. 
Five point likert scale 
Organization Culture Belief and norms, Individual 
responsibility, 
Conscientiousness, Civic 
virtue 
Five point likert scale 
Company Policy 
 
Practice-policy, transparency, 
Active implementation, 
Evaluation and support 
Five point likert scale 
Employee Involvement in 
Processing Sector 
 
Employee turnover, 
Production, profitability 
Five point likert scale 
 
Employee Motivation 
 
Organization Culture 
Company Policy 
Employee Involvement in 
Processing Sector 
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2.7 Chapter Summary 
Chapter two presents theoretical review of literature on absenteeism in organizations. Theories 
used in the study presents other scholars view on the research topic and how their views 
contributed to the research objectives. The chapter is also the foundation of the research since the 
authors’ views will show the researcher how the previous study extends to the current knowledge 
body of the topic under study. 
 
 
 
 
CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter outlines the research methodology employed in this study and provides a general 
framework for this research. The chapter further provide the details of the research design, 
target population, sample and sampling procedures, description of research instruments, 
validity and reliability of instruments, data collection procedures, data analysis techniques 
and ethical considerations while conducting the study. 
3.1 Research Design  
Ogula (2015) describes a research design as a plan, structure and strategy of investigation to 
obtain answers to research questions and control variance. Moreover, a research design is a 
set plan of action that the researcher uses for answering the research questions and the frame 
work of the study. The researcher adopted a descriptive research design. This design as 
defined by Orodho (2003) is a method of collecting information by interviewing or 
administering a questionnaire to a sample of individuals. The main feature of a research 
design is to describe specific characteristics of a large group of persons, objects or 
institutions, through questionnaires (Jaeger, 2008).  In addition, the design was adopted 
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because of its descriptive nature since this would assist the researcher in collecting data from 
the respondents for the purpose of estimating the population parameters. 
3.2 Target Population 
According to Ogula, (2015), a target population refers to any group of institutions, people or 
objects that have common characteristics. The respondents for this study were the employees 
of Haco Tiger Industries who are 110.  The targeted population was as summarized in table 
3.1. 
 
 
 
 
Table 3.1 Target population 
Categories Frequency Percentage % 
Senior Management  10 9 
Middle Level Management 20 18 
Low Level Management 80 73 
Total  110 100 
3.3 Sample and Sampling Techniques 
A sample is a smaller group or sub-group obtained from the accessible population (Mugenda 
& Mugenda, 2013). The sample size from the population were carefully chosen to represent 
the whole population. Sampling is a procedure, process or technique of choosing a sub-group 
from a population to participate in the study (Ogula, 2005). Sampling is the art of choosing 
items, objects or individuals for the purpose of the study. The researcher applied random 
sampling method to obtain the participants for questionnaires. The sample frame of the study 
comprised a representative sample of the persons living in the informal settlement. At least 
30% of the total population is representative (Borg and Gall, 2003). The sample comprised of 
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70% of the targeted employees. This was more than twice the sample size recommended by 
Borg and Gall (2003). The sample was computed as shown in Table 3.2. 
Table 3.2 Sample size 
Categories Frequency Sample ratio Sample 
Senior Level Management 10 0.7 7 
Middle Level Management 20 0.7 14 
Low Level Management 80 0.7 56 
Total  110 0.7 77 
 
3.4 Data Collection Instrument  
The instrument that was used to collect data was questionnaires. A questionnaire is a 
formulated written set of questions where the respondents record the answers within available 
described alternatives. This was used for the purpose of collecting primary quantitative data 
(Mugenda & Mugenda, 2003). Additionally, the questionnaires were used for the following 
reasons: its potentials in reaching out to a large number of respondents within a short time, 
able to give the respondents adequate time to respond to the items, offers a sense of security 
(confidentiality) to the respondent and it is objective method since no bias resulting from the 
personal characteristics (Borg, 2007). Furthermore, it is important to point out that use of 
questionnaires was most convenient since it was expected to ease the data collection process 
as all the selected respondents would be reached in time. 
The questionnaire was divided into the main areas of investigation except the first part which 
captured the demographic characteristics of the respondents. Other sections were organized in 
accordance with the major research objectives. 
3.5 Pilot Study 
Pilot study is a distinct preliminary investigation before the actual, Kothari (2011). Before the 
actual data collection, the researcher considered a cluster of 10 percent from the target 
population of 110 people who would not be part of the final study. These would enable the 
researcher to assess the clarity of the questionnaire items to help in modifying the items that 
would be found out to be inadequate thus improving the quality of the research instrument. 
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3.5.1 Validity 
Validity refers to the degree to which proof and theory support the interpretation of test 
scores occasioned by use of tests. The validity of instrument is that degree to which it 
measures what it is supposed to measure. According to Mugenda and Mugenda (2013), 
Validity is the accuracy and meaningfulness of inferences, which are based on the research 
results. It is the degree to which results got from the analysis of the information truly 
represent the variables of the study. The analysis instrument was valid in terms of content and 
face validity. The content connected technique measures the degree to which the question 
items reflected the particular areas this was carried out by experts and the research 
supervisor.  
3.5.2 Reliability Test  
Reliability is that ability of a research instrument to constantly measure characteristics of 
interest over time. It is the degree to which a research instrument produces consistent 
outcomes or data after repeated trials. If a researcher administers a test to a subject twice and 
gets the same score on the second administration as the first test, then there is reliability of 
the instrument (Mugenda &Mugenda, 2013).  Reliability is concerned with consistency, 
dependability or stability of a test (Kombo & Tromp, 2016). The researcher measured the 
reliability of the questionnaire to establish its consistency and relevance in testing what they 
were intended to measure. To estimate the reliability of the instruments the test re-test 
technique was used. It encompassed administering a similar test twice to the same group of 
respondents who had been identified. The questionnaires were administered within a span of 
two weeks to the same respondents. After this, analysis was done and Cronbach Alpha 
calculated by the researcher. From the analysis, a Cronbach Alpha 0.8 was obtained, an 
indication that the data collection instruments were reliable since it was greater than 0.7. 
Reliability alludes to the repeatability, steadiness or inward consistency of a poll, (Cronbach, 
2011). 
3.6 Data Collection Process 
Before starting the process of data collection, the researcher acquired all the necessary 
brochures, including an introduction letter from the University. Audience with the sampled 
native authorities in the region was also sought to explain the purpose of the study. Upon 
getting clearance, the researcher distributed the questionnaires to the sampled persons who 
were employees of Haco Tigers Industry. This was possible with assistance from one of the 
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Organizations employee’s. During the distribution of the instruments, the purpose of the 
research was explained to the respondents. 
3.7 Data Analysis Procedure 
Data analysis adopted both quantitative and qualitative approaches. Quantitative data from 
the questionnaire was coded and fed into the computer for calculation of descriptive statistics. 
Descriptive statistics such as frequency and percentages were computed in order to present 
the quantitative data in form of tables, charts and graphs based on the major research 
questions. The qualitative data created from open ended questions were categorized in themes 
according to research objectives and reported in narrative form alongside quantitative 
presentation. The qualitative data was later used to support the quantitative data. 
3.8  Ethical Considerations  
3.8.1 Informed Consent 
The participants were informed to make the choice to participate or not in the study at the 
convenient place and time by filling the questionnaire and interview after informing the 
respondent on the purpose of the study and after the respondent had understood the subject of 
discussion after they were informed in prior. 
 3.8.2 Voluntary Participation  
It was made clear to the respondents that the participation in the research study was voluntary 
and that they would be free to decline or withdraw whenever they felt to do so during the 
period of study. 
3.8.3 Confidentiality 
All respondents were guaranteed of the confidentiality of the information they would provide 
to the researcher. The researcher assured them that such information would not be shared by 
the top management of the organization. 
3.8.4 Privacy 
The privacy of the respondents was observed by the researcher by agreeing to meet the 
respondents at their convenient locations.  
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3.8.5 Anonymity 
The respondents were not mention or write their names on the questionnaires to safeguard 
their anonymity during the study. 
3.9 Chapter Summary 
This chapter describes the research methodology the researcher used to gather and analyze 
data from the respondents. It also describes how descriptive research design was used to 
select the study area. Data was sampled using a formula and the results was gathered through 
questionnaires. To derive conclusions regarding the population under study, descriptive and 
inferential statistics was used. Finally, the respondent’s anonymity was protected to ensure 
informed consent out of their voluntary participation is well protected from any other third-
party individual or organization. The next chapter discusses how data gathered from the 
respondents was analyzed, interpreted and presented. 
CHAPTER FOUR 
 RESEARCH FINDINGS AND DISCUSSIONS 
4.0 Introduction  
This chapter contains the presentations of the results and findings obtained from the direct 
responses and data analysis.   
4.1 Presentation of Research findings 
4.1.1 Response Rate 
Table 4.1 Response Rate 
Category  Population Percentage 
Response  55 72 
Non Response 22 28 
Total  77 100 
 
Table 4.1 show the total response and non-response. According to the findings 72% positively 
responded while 28% did not respond. This shows that the study was successful as majority of 
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respondents took part. Mugenda & Mugenda (2013) argued that a response above 70% is excellent 
when carrying out a study.  
4.1.2 Gender Analysis 
Table 4.2 Respondent Gender Analysis 
Gender  Frequency Percentage 
Male  31 56 
Female 24 44 
Total 55 100 
 
 
Table 4.2 indicate the total number of males and female who responded. The male respondent had 
a percentage of 56% while the female who responded had a 44%. From the findings, there were 
more male than the female who responded.  This findings indicate that the organisation met the 
requirements of the 2010 constitution which states that no gender within an organisation should be 
more than two-thirds.  
4.1.3Age Distribution 
Table 4.3 Respondent Age distribution 
Age Category Frequency Percentage 
21-30 9 16 
31-40 20 36 
41-50 18 32 
Above 50 8 16 
Total  55 100 
 
Table 4.3 indicate the age response. The analysis on the age bracket revealed that 21-30 was 
represented by 16%, 31-40 years represented by 36% and 41-50 years represented 32% and over 
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51 years represented by 16%. The study exhibited that most of the respondents were aged between 
31-40 years indicating that the organization had more energetic workforce to execute their duties. 
4.1.4 Highest Level of Education 
Table 4.4 Level of education 
Category  Frequency Percentage 
Certificate  15 27.3 
Diploma  19 34.5 
Bachelors of Degree 13 23.6 
Post Graduate 8 14.6 
Total 55 100 
 
Table 4.4 indicate that majority of the respondents are diploma holders with 34.5 %, certificate 
27.3%, 23.6% are bachelors of degree holders and 14.6% were postgraduate degree holders. This 
indicates that the organization have a good number of people with required skills hence well 
informed of internal and external expectations of the organization. 
4.1.5 Work experience 
Table 4.5 Working Experience 
Category  Frequency Percentage 
Less than 5yrs 8 14.6 
5-10 yrs. 12 21.8 
10-15 yrs. 13 23.6 
15 and above 22 40 
Total  55 100 
 
Table 4.5 indicate the analysis of work experience 14.6% has less than 5 years, 21.8% had 
between 5-10 years, and 23.6% 10-15 years and 40% had above 15 years working experiences. 
Majority of the respondents are in the category of above 15 years.  This indicates that most of the 
employees are well conversant with the routine operations in the organisations and are therefore 
more productive since they would require minimal or no supervision at work. 
4.1.6 Level of management  
Table 4.6 Management Level 
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Category  Frequency Percentage 
Senior Management  5 9.1 
Middle Management  11 20 
Support Staff 39 70.9 
Total  55 100 
 
Table 4.6 indicate the response of the management levels of persons who filled the questionnaires. 
Senior management respondents by 9.1%, middle management 20% and support staff being the 
majority of the respondents were 70.9% of the total respondents. 
 
 
 
4.1.7 Whether staff training affects Employee Involvement in Process Sector 
Table 4.7: Whether staff training affects employee involvement in processing sector 
Category  Frequency Percentage 
Yes  50 90.9 
No  5 9.1 
Total  55 100 
 
Table 4.7 indicate that 90.9% who are the majority confirms that employee staff training affects 
the organization while 9.1% does not affect. Majority agree that staff training affects employee 
involvement in the organisation. 
4.1.8 Extent to which staff training affects employee involvement in processing sector 
Table 4.8 Extent to which staff training affects employee involvement in processing sector  
Category  Frequency Percentage 
Strongly Agree 20 36.4 
Agree 12 21.8 
Neutral  7 12.7 
Disagree  10 18.2 
Strongly disagree 6 10.9 
Total  55 100 
 
   
34 
 
From the findings in the table 4.8, the responses of 36.4% indicated strongly agree, 21.8% agree, 
12.7% neutral, 18.2% disagree and 10.9% of the respondents strongly disagreed. Majority of the 
respondents were in concurrence that staff training affects employee involvement in the 
organisation. 
 
 
 
 
 
4.1.9 Whether Employee Motivation Affects Employee Involvement in manufacturing 
sector in Kenya 
Table 4.9 Whether Employee Motivation Affects Employee Involvement in manufacturing 
sector. 
Category  Frequency Percentage 
Yes  50 90.9 
No  5 9.1 
Total  55 100 
 
Table 4.9 show that 90.9% of the respondents agreed that employee motivation affects employee 
involvement and 9.1% of the respondents disagreed. The majority of the respondents agreed that 
employee motivation affects employee involvement in manufacturing sector. Non-monetary and 
monetary incentives enhances employee involvement in an organisation. Incentives such as good 
pay, bonuses, and good working conditions among others enhances employee enthusiasm at work 
leading to their involvement in the organisation. 
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4.1.10 Extent to which employee motivation affects employee involvement in 
manufacturing sector  
Table 4.10 Extent to which employee motivation affects employee involvement in 
manufacturing 
Category  Frequency Percentage 
Strongly Agree 18 32.7 
Agree 12 21.8 
Neutral  7 12.7 
Disagree  10 18.2 
Strongly disagree 8 14.6 
Total  55 100 
 
 
 
Table 4.10 indicate that 32.7 % of the respondents strongly agreed, 21.8% agreed, 12.7% neutral 
while 18.2% disagreed and 14.6% strongly disagreed. The majority of the respondents agreed that 
employee motivation affects the employee involvement in manufacturing sector in Haco Tiger. 
4.1.11 Whether Organization culture affects employee involvement in processing sector 
Table 4.11: Whether organization culture affects employee involvement in processing sector  
Category  Frequency Percentage 
Yes  49 89.1 
No  6 10.9 
Total  55 100 
 
Analysis from table 4.9 indicate that 89.1% of the respondents agreed that organization culture 
affects the organization whereas 10.9% of the respondents did not concur with the assertion that 
organisation culture affects employee involvement in the organisation. Most of the respondents 
concurred with the statement that organization culture affects employee involvement in the 
organisation. Values, norms, beliefs and attitudes held in high esteem by the organisation proved 
to enhance employee involvement in the organisation as was manifested by majority of 
respondents during the study. 
4.1.12 To what extent organization culture affects employee involvement in processing 
sector  
Category  Frequency Percentage 
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Strongly Agree 25 45.5 
Agree 6 10.9 
Neutral  8 14.5 
Disagree  10 18.2 
Strongly disagree 6 10.9 
Total  55 100 
 
Analysis from table 4.10 indicate that’s 45.5% of the respondents strongly agree that organization 
culture affects employee involvement in processing sector in, 10.9% agree, 14.5% neutral, 18.2% 
disagree and 10.9% strongly disagreed. Majority of the respondents agreed that organization 
culture affects employee involvement in processing sector. 
 
4.1.13 Rating of Company Policy in the organization 
Table 4.13 Rating of Company Policy in the Organization 
Category  Frequency Percentage 
Strongly Agree 27 45.5 
Agree 10 10.9 
Neutral  8 14.5 
Disagree  4 18.2 
Strongly disagree 6 10.9 
Total  55 100 
 
Table 4.11 it is evident that from the data analysed the researcher identified that the respondents 
rated company policy as very high represented 45.5%. 10.9% high, 14.5% moderate, 18.2% as 
low and 10.9% none at all. This showed that managements advances as company policy advances 
and this enabled them to meet competition accordingly 
4.2 Limitations of the Study 
The researcher encountered a problem in convincing the employees to fill the questionnaires. 
Majority of the employees were reluctant to participate in the study. However, the researcher 
sought assistance from the human resource department in convincing the employees to take part in 
the study.  The researcher was also faced with a challenge of accessing the premises due to the 
stringent security measures put in place by the firm. However, the researcher sought for an 
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introductory letter from the University which served as a notification to the institution to 
permitting the researcher to carry out the study. 
4.3 Chapter Summary 
The chapter contains the response rate, presentation of the findings which was analysed both 
qualitatively and quantitatively by the researcher. The chapter also highlights limitations of the 
study. 
 
 
 
CHAPTER FIVE 
SUMMARY, RECOMMENDATION AND CONCLUSION 
5.0 Introduction  
The purpose of the study was to investigate and analyse factors affecting employee involvement in 
the manufacturing sector with a focus at Haco Tigers Industries. This chapter present the 
summary, conclusion and recommendation of the findings of this study in relation to the objectives 
put forward in chapter one. It also discusses the recommendations for the policy and practices. 
5.1 Summary of the Findings 
5.1.1 How does staff training affects employee involvement at Haco Tigers Industries? 
From the analysis it was noted that staff training does affect employee involvement in Haco Tigers 
Industries. A response of 13% indicated very low extent, 30% moderate while 16% high and 41% 
indicated very high. From the findings of the study it was noted that staff training of the employees 
and the training process carried out in the organization does affect employee involvement. From 
the findings, it was evident that with better staff training to employees they become more 
resourceful and effectively participate in the organisation’s growth and performance. This in turn 
enhances employee involvement in the organisation which concurred with the findings by Githinji 
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(2014) who stated that staff training motivates the top level management to be committed to taking 
initiatives in helping other employees thereby enhancing involvement of employees in an 
organisation. The study also stated that staff training enhances better performance among 
employees by positively influencing employee engagement and job satisfaction through enhanced 
staff/supervisor relationships at work. Finally the study indicate that staff training enhances 
employee enthusiasm to work thereby fostering employee involvement in the organisation.  
 
5.1.2 How does organization culture affects employee involvement at Haco Tigers 
Industries? 
Analysis shows that organization culture affects employee involvement in Haco Tigers Industries. 
Majority of the respondents indicated that organization culture affects employee involvement in 
the organization. 45.5% of the respondents agreed that organization culture affects employee 
involvement to a very high extent, 10.9% high, 14.5% moderate, 18.2% low and 10.9% none at 
all. The respondents indicated that even although organization culture affects employee 
involvement to very high extent, the organization should maintain its competitiveness in the 
employee involvement and in providing more and more quality goods and services more than their 
competitors. This would give them a competitive advantage. Employee involvement aids in 
keeping the company on toes and eventually the company has to devise innovative ways to 
continually please its clients in terms of customs. These outcomes concurs with the findings by 
Njuguna (2016) who stated that development of new unique products enhances success of an 
organisation by giving it a competitive advantage over others which is a very strong organisational 
culture. 
5.1.3 How does company policy affects employee involvement at Haco Tigers Industries? 
The analysis depicts that company policy affects employee involvement in Haco Tigers Industries. 
There were varying responses from the respondents regarding the extent to which company policy 
affects employee involvement in the organisation with  45.5% as very high, 10.9% high, 14.5% 
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moderate, 18.2% as low and 10.9% none at all. From the findings it is evident that most of the 
employees are in concurrence that company policy affects employee involvement in the 
organisation. The findings concurred by Bartel (2004) who stated that HRM policies and practices 
such as recognition and performance feedback within an individual company enhances employee 
performance and involvement since they are roped in the decision making processes of the 
organisation. The employees also become committed to the organisation and strives to improve 
their productivity.  
5.1.4 How motivation does affect employee involvement at Haco Tigers Industries? 
The study indicated that motivation influence employee involvement at Haco Tigers Industries 
Ltd. Majority of the respondents stated that motivation influence employee involvement at the 
organisation which was represented by 54.5%, 12.7 % of the respondents did not ascertain 
whether motivation influence or does not influence employee involvement while 32.8% of the 
respondents said it does affect employee involvement at the organisation. Majority of the 
respondents concurred that motivation affects employee involvement in the organisation. From the 
findings it is evident that non-monetary and monetary incentives enhance employee involvement 
in an organisation. This agrees with the findings by Mariza (2016) who stated that interesting 
work, good pay, job security, bonuses and support by the management are critical variables to 
improve motivation of employees of a manufacturing company and that when the employees are 
highly motivated there will be a direct reflection in their job satisfaction, improved career, higher 
responsibility and they will also feel involved in the organisation. 
5.2 Conclusion  
The study concludes that staff training affects employee involvement in Haco Tiger industries.  
From the study it can be concluded that employee training encourages growth within the worker 
and the organisation itself, eventually fostering employee involvement within the organisation. 
With better training, employees become more resourceful and effectively participate in the 
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organisation’s growth and performance. Employee training enhances employee commitment to the 
organisation thus influencing employee involvement. The study also concluded that motivation 
affects employee involvement in Haco Tiger Industries. It was established that monetary and non-
monetary facilitation enable employees to successfully perform their duties and improves their 
productivity leading to a greater involvement within the organisation. The study further concluded 
that organisation culture affects employee involvement in Haco Tiger Industries. Values, norms, 
beliefs and attitudes held in high esteem by the organisation proved to enhance employee 
involvement in the organisation as was manifested by majority of respondents during the study. It 
was also established that company policy affects employee involvement in Haco Tiger Industries. 
It can be concluded that employees get involved in the duties and company operations due to 
favourable company policies and practices which enhances employees’ participation and sets out 
company plans and objectives.  
5.3 Recommendation 
5.3.1 Staff Training 
Haco tiger Industries should heighten the staff training in order to enhance on the performance of 
their employees. This can be achieved by organising seminars and workshops so that they be able 
to learn a lot on the necessary operations regarding the organisation’s well-being. 
5.3.2 Employee Motivation 
Employee motivation cannot be achieved if the organization has no proper structures to ensure that 
the employees meet their competency level. It is therefore essential for the organisation’s top 
management to make sure that they offer regular training to their employees. Haco Tiger 
Industries should boost their employees to increase their knowledge and skills which would impact 
on their service delivery. The organisation should also know when to appraise the employee when 
they reach some particular standard and professional growth. 
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5.3.3 Organization culture  
The top management of Haco Tigers Industries Ltd is duty bound to provide guidelines that are 
used in the organization to new employees to ensure that the culture inherited from the other 
workplace are not introduced to their organisation. This is important in avoiding redundancy in the 
organization.   
5.3.4 Company Policy 
The organization should establish measures that govern the employee involvement activities when 
sourcing the right personnel required by the organization. It was recommended that the 
management should always source for new regulations on a daily basis when such regulations are 
required and that they should also inform the clients whenever there are changes in the company 
regulation. 
5.3.5 Recommendations for Further Research 
The research only focussed on Haco Tiger Industries. Other studies on different manufacturing 
industries within the country would be of significant importance to ensure stronger empirical 
conclusions on the factors affecting employee involvement in the manufacturing sector in Kenya. 
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APPENDICES 
Appendix I: Research Study Questionnaire 
This questionnaire is designed to investigate Factors Affecting Employee Involvement in the 
Manufacturing Sector in Kenya: a case study of HACO Tigers Industries. 
Kindly answer the questions by putting a tick in the appropriate box or writing in the process 
provided. Please note that information provided will be treated with utmost confidentiality and will 
be put to use only for academic purposes. 
Section A: General Information 
1. What is your Gender?  
Male  [  ]    Female    [   ]           
2. What is your Age?  
Between 20-30 years  [   ]      
Between 31-40 years              [   ]       
Between 41-50 years              [   ]       
Above 50   years                             [   ]        
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3. What is your highest level of Academic qualification? 
Certificate                           [    ]        
Diploma                           [    ]        
Bachelor’s Degree             [    ]       
Post Graduate                     [    ]        
4. What is your work experience in years? 
Less than 5 years               [    ]        
5-10 years                          [    ]        
10-15 years                        [    ]        
Above 15 years             [    ]  
      
5. What is your employment level within the organisation? 
Senior Managers             [    ]       
Middle Level Mangers      [    ]       
Operational Staff             [    ]       
SECTION B: Whether Staff Training Influence Employee Involvement 
Does staff training affects employee involvement in your organisation? 
Yes            [   ]                                  No             [  ] 
  
Please Explain 
………………………………………………………………………………………………
………………………………………………………………………………………….. 
Please indicate to what extent you agree or disagree that staff training influence the rate of 
employee involvement in your organisation? 
Please tick 
Strongly agree Agree  Neutral  Disagree  Strongly disagree 
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SECTION C: Whether Employee Motivation Influence Employee Involvement 
 
Does employee motivation affects employee involvement in your organisation? 
 
Yes [   ]                                                       No       [    ]    
    
 
Please Explain 
……………………………………………………………………………………………………
……………………………………………………………………………………………………
……………………………………………………………………………………………………
………………………………………………………………………………………… 
 
Please indicate to what extent you agree or disagree that employee motivation influence the rate of 
employee involvement in your organisation? 
 
 
 
 
 
Statement   Strongly 
Agree 
Agree  Neutral  Disagree  Strongly 
disagree 
Employees usually volunteer for tough 
assignments  
     
Employees always turn up to work and 
carry out their tasks without constant 
supervision  
     
The organization staff interact with 
respect among themselves and apply 
the same to the clients and customers 
     
Employees work as a team in delivery 
services to the people 
     
 
SECTION D: Whether Organization Culture Affects Employee Involvement 
 
Does organization culture affects employee involvement in your organisation? 
 
Yes   [   ]                                   No                    [   ] 
   
 Please Explain 
……………………………………………………………………………………………………
……………………………………………………………………………………………………
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……………………………………………………………………………………………………
………………………………………………………………………………………… 
 
 Kindly indicate whether you agree or disagree with the below statements concerning whether 
organisational culture influences employee involvement in your organisation. 
(Scale: 1=strongly agree, 2=agree, 3=neutral, 4=disagree, 5=strongly disagree) 
 
Statement  1 2 3  4  5 
Policy and decision making on your 
organisation is unbiased 
     
Employees at HACO Tigers 
Industries take individual 
responsibility for their actions 
     
Communication among staff at 
HACO Tigers is effective and 
promotes organisation development 
     
Organisation management at HACO 
Tigers hold virtues that promote 
organisation performance. 
     
 
 
 
 
SECTION E: Whether Company Policy Affects Employee Involvement  
Please indicate whether you agree or disagree with the following statements concerning company 
policy within your organisation. 
 
Statement  Strongly 
disagree  
Disagree  Neutral  Agree  Strongly 
disagree 
Employee observe company policies by 
responding to the customer issues 
promptly 
     
There is transparency in planning and 
executing company projects  
     
Development projects are implemented 
as planned by the organization 
economically 
     
employees observe performance 
standards to achieve pre-determined 
goals and objectives  
     
 
Thank you for filling the questionnaire. 
